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2 Abstract

Ej: This research effort was focused on identifying the

:E% critical variables which contribute to absence behavior

) among active duty and civilian Air Force personnel. A i
‘iﬁf review of the absenteeism literature helped to identify

&E several of these variables. They are Jjob attachment,

" non-job attachmant and absence inducing events.

S? A survey instrument was constructed and administered
2; in an Air Force unit. The objective of the survey was to
iﬁ measure the three critical variables and absence frequency
ﬂ;} for a population of both military and civilian personnel

E- for analysis. Statistical analysis suggested refinement of
3'\ the Job attachment and non-job attachment constructs into
ﬁﬁé five, more specific variables -- jobh satisfaction, Jjob
iﬁ commitment, central life interest, attachment to family and
{)‘ Friends, and attachment to community and church.
E& Further analysis indicated that organizatiocnal policy
:i is an important variable in determining the type of

:i absences individuals take. The manner in which all the
’:? variables related with one another in the analyses gave ]
E% rise to several areas for future research and also provided

Laa] practical management insights for Air Force leaders.

o
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ABSENTEEISM AMONG AIR FORCE ACTIVE DUTY

AND CIVILIAN PERSONNEL

I. Introduction

Research Issye

The general focus of this research is absenteeism among
Air Force military and civilian personnel. Estimates of the
cost of absenteeism in the United States range from $8.5S to
$26.4 billion per year (Steers and Rhodes, 13978:3391). The
cost of apprehending military members who are absent without
leave (AWOL) alone is over $2S0 million per year (GAO,
1977:5). Personnel rescurces make up the single largest
eleament of the Department of Defanse Budget (GAO, 1877:7).
Careful management of this resource is egssential to the
efficient and effective operation of a military
organization. Absenteeism in the work force can
significantly reduce personnel availability and impair the
ability of an organization to carry out its mission.

The specific problem addressed by this research is
identification of the forces causing Air Force military and
civilian persannel to be absent from work. Numerous studies
on absenteeism have been done in both civilian and military
organizations. However, studies in military organizations

have been limited to AWOLs and desertions and have not

addressed other forms of absenteeism among active duty
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E;& personnel nor have they addressed absenteeism among civilian
. employees. This study provides the opportunity to apply
}i; organizational behavior theories based on studiss in
fﬁg civilian organizations to both military and civilian
>, personnel in an Air Force organization. Many Air Force
2o managers assume absenteeism is strictly a problem within a
?2%% civilian work force. Absence in the active duty force is
given attention only if it takes the form of absence without
ngﬁ leave (AWOL). However, inadequate management of other forms
_Egé of active duty absence can significantly reduce a unit’s
;i? available manpower. Also, some Air Force units have both
;Sﬁ; military and civilian members and it is necessary to
Sﬁi understand how organizational absence policy affscts these
i two groups. A study to compare the absence behavior of
Sf active duty and civilian personnel is needed. The results
E&E can be used to better understand absence in both groups and
i;‘ can provide the link for applying thecories of abhsence based
égﬁ on civilian organizations to absence behavior in military
:ki organizations.
WK
;q‘. Background
?&j Absenteeism has been studied extensively in both
;i civilian and military corganizations over the last several
:;i decades. [n civilian organizations, researchers have been
sz concerned with a wide range of absence behavior and an i
viﬁ equally wide range of variables in an attempt to determine ‘
;Eé why employees fail to come to work. Researchers in military
e
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organizations, on the other hand, have concentrated almost
exclusively on one form of absenteeism -- AWAOL. Despite the
similarities between the two bodies of research, little in
the way of theory building or testing has been exchanged
between these two groups. A review of both groups of
literature shows that absence can be explained as a function
of an individual encountering an absence inducing event and
acting according to his levels of attachment to the job and
to naon—-job responsibilities and activities. Chapter 2 is a
review of past research in abhsenteeism and provides support
for this concept of job and non-job attachment acting with

absence inducing events to determine absence behavior.

Research Objlective

By drawing on both the military and civilian absence
research it is possible to identify the critical variables
explaining absenteeism among both active duty Air Force
personnel and civilian federal employses of the Air Force.
The objective of this research is to identify these critical
variables, to determine how they relate to absence beshavior,
and to arrange the variables into a model of absence
frequency. To accomplish this objective several arsas must
be investigated. First, the actual frequency, duration and
pattern of absences for a sampla of military and civilian
Air Force personnel must be obtained. Second, the
relationship of absence inducing events with absence

frequency must be established, based on individuals
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reporting the likelihood of them being absent given a set of
events. Next, the affect of job and non—-job attachment on
absence frequency must be determined. Finally, the role of
organizational absence policy plays in absencse patterns must
be investigated. The requirement to investigate these areas
leads to five research questions. Each research question is
then used to generate specific hypotheses tested in this

investigation.

n ng H h
Resegarch Questjion #1. What is the frequency, duratiaon,

and form of absences taken by military and civilian Air
Force personnel? Are they the same for both populations?
If not, how do they differ?

Hupothesis #1.1: The means of absence frequency
are the same for military and civilian personnel.

Hypgthesis #1.2: The means aof absence duration
are the same for military and civilian personnel.

Hupothesis #1.3: The types of absances taken are

the same for military and civilian personnel.

Research Questign #2. How do past patterns of absence

relate to future absences?

Hupothesis #2,1: Stated intended absence

frequency in the future is positively correlated with past
absence frequency.

Research Question #3. How does attachment (dedication)

toc the job relate to absence frequency?
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12y Hupothesis #3.1: Attachment to the Jjob is

ﬁi negatively correlated with absence frequency.

;ﬁ) Research Question #4. How does attachment to non-job
232 activities relate to absence frequency?

: . Hupothesis #4.1: Non-job attachment is positively
lﬁ correlated with absence frequency.

E% ) Research Question #5. How does organizational absence
i policy relate to absence patterns?

;: Hupothesis #5.1: Organizational absance policy

5? has little or no relationship with the amount of leave taken
;} (frequency) .

: Hupothesis #5.2: Organizational abhsence policy is

related to the type of absences taken.

- Summary
'gg Although a great deal of research has been done in the
. area of absenteeism, little besides AWOL research has been
,S done in the military organization. The literature on

i' absentasism provides tha basis for identifying the variables
~ critical to absence behavior for both military and civilian
Ei personnel in military organizations. This research will
,ij focus on identifying these variables and testing their
nc ’ association with absence in both military and civilian

§ populations in a military organization. Chapter 2 provides
‘;E both a literature review and explains the variables used in
f: this research.
-
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II. i Review and Propo n M

Introduction

This chapter is a review of the civilian and military
literature on absenteeism. Absenteeism is measured at least
41 different ways in the civilian literature (Breaugh,
1981:555). In general, howaver, the term refers to behavior
where an employee is not present for work and is measured by
either the frequency or duration of the absence (Smulders,
18980:368). Absence behavior is also often further
differentiated as "certified” (approved by the company) or
"uncertified” (unapproved) (Nicholson, 1876:8). The
military has very specific definitions for each type of
absence. Certified absences include passes up to 72 hours,
approved administrative leaves (i.e., ordinary annual leave,
medical leave and emergency leavel), and compensatory
time-off (Air Force, Dept of, 1979). Uncertified absences
are any absences without official approval and are
differentiated by duration. An absence of less then 3 days
is ordinary AWOL (absent without leave), over 3 days but
less then 30 days- is aggravated AWOL, and over 30 days is
desertion. All three types are considered military crimes

under the Uniform Code of Military Justice (Manual far

Courts-Martial, 1984:iv).
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AL Three major areas of investigation into absenteeism

bad from the civilian literature will be presented below

,$: followed by an overview of studies completed on military
‘f; absenteeism.

¥ ivilian Studies/Theori

;i The literature does not contain a unifying theory of
;; absenteeism. The behavior has been described as “a social

fact in need of a theory” (Nicholson, 1977:231). Numerous

Qg- bivariate and several multivariate correlational studies
G; have been conducted in the area. From these studies three
models which attempt to specify determinatas of absenteeism
A0 have emerged (Fitzgibbons and Moch, 1980:350). These are
o presented by Gibson (1966), Nicholsaon (1877), and Steers and
e Rhodes (1978). Each are reviewed in this section.

n’ n i Lon A n havigrc. Gibson
(13966) proposes a conceptualization of absence behavior
}. based upon the concept of the need-criented individual and
o the goal-oriented organization linked together by contract
;ﬁ (Gibson, 1966:107). He illustrated the concept with several
' studies of public school personnel. The studies used
absence as the dependent variable and examined both the
traits of the worker (i.e., age, sex, and health) and
N environmental conditions (i.e., size of the organization,
social climate, and supervisor characteristics) as

independent variables. The studies found, “neither

{personall] traits nor environmental factors adsquately




"\
;-& explained the data on absences” (Gibson, 1966:108). A
> conceptualization is thus proposed to explain the findings.
‘ Gibson (1966) bases the model on a number of concepts.
The first is the idea of life-space, organizational-space,
and work-space. Life-space is the set of time and space
N events affecting the individual. Organizational-space is
Poe the set of asvents unique to the organization irrespective of 1
the individual. Work-space is where organizational-space
and individual life-space overlap.
The waork-space is where Gibson states the second
concept -- the work contract -- is operative. The wark
'#x contract is a mutual assent between the individual and the
organization for exchange of satisfactions of the
individual’'s needs (based on his belief-value system) for
work towards the organization’s goals. The work contract
can be a formal contract (oral or written agreement) or a
quasi-cantract (implied agreements) (Gibson, 13966:120-121).
The last two concepts presented by Gibson are
"authenticity” and "core identification.” Authenticity is
the attitude of faithfulness to the intent and terms of the
;igf contract (Gibson, 1966:131), Core identification is an
?i individual’'s combined valences toward cbjects in and outside
- the work-space. Gibson (1366) argues if core identification 1
zﬁ{ toward objects in the work-space is weak or negative it will

%ﬁ be easier for the person to legitimize his absence to

himself (Gibson, 1966:1).




5. Mk allade 4 b Jeade Bl sy e 2 BRI amat Jhnat bagr ) B A N R T T T W e TICY .W..U'_.:\F:Y.V‘.."‘“.’T

Gibson summarizes employee absence behavior as a

Function of fFour factors: the employee’s perception of

3N management’s authenticity, the employee’s work

‘(':‘\‘

?5{ identification, the size of the organization, and the
R . formality (certification) of the absence. (Gibson,

- 1966:132-133).

,}Q : Nigel Nicholson critiques Gibson's theory for not

e bridging the "gulf between the high level of abstraction in
- Lthel conceptualization and the methods and data related to
2N Citl” (Nicholson, 18977:234). He proposes his cwn model and
associated methodology in an attempt to bridge that gulf.
Nicholson’'s model is examined next.

- Nj n's A-B Continuum Model of Attendance

Motivation. Nicholson (13977) states, "a radically different

E; orientation is needed Cfor the study of absenteeism]”

;ﬁ (Nicholsaon, 1977:232). Both the methodology and the

1 theoretical basis (or lack thereof) of prior research are
:ﬁ criticized. The previous approaches are categorized as
:? follows:

[

o 1. Pain-Avoidance Models, in which absence is

portrayed as a flight from negatively valued
aspects of work experience;

2. Adjustment and Maladjustment Models, in which
q T absence is viewed as an outcome of organizatiaonal
: socialization and other adaptive processes to job
demands; and

.. 3. Decision Models, in which absence is described
re as a rational decision or choice process directed
toward the attainment of valued goals. C[(Gibson
belongs to this categoryl (Nicholson, 1877:232).

o ol eoE

l.'".“"
Ay by 4 Y

[ T ls,
w

NN R AT S
\J'.r‘.'\' T NPCI
.

)

e m e AL L el el wal el s el e el e imal e
- ) T e TP R B A e R TR e A TSR S IRE
R < AR S R R R A T L L At TR R AR SR S
9. N N Y A N S S S I S S T P AL A S T A

Ty TS G TR
- l,“\'?\




T——— Shon M B A Mt A i it et sl i it e i el attd —aae i e S A -

Nicholson (1377) geoes on to point out, "Although there
is much of interest in these writings, there is none that
adequately encompasses the complexities of the behavior”
(Nicholson, 1977:232). An alternate model is then presented
to redress the propased problems with methodology and
theory.

The Nicholson model builds on two fundamental! ideas:
the "A-B Continuum” and attendance motivation through
"attachment tao work.” The A-B Continuum is a relative
ranking of events that might cause an individual to be
absent from work. Nicholson argues such events are
essential for an absence to take place and states, “The
primary assumption of this theory is that attendance is
‘normal’ behavior in most forms of emplayment” (Nicholsan,
1977:242). Therefore, one should search for those factors
that disturb the regularity of attendance. These factors
(called absence-inducing events) are placed on a continuum,
from primarily unavoidable absences toward the 'A’ pole of
the continuum to primarily avoidable absences toward the 'B’
pole. What makes this idea unique in absence research is
that these forces will vary between persons and settings.
Each person will, ideally, have his or her own A-B Continuum

indicating how avoidable (or unavoidable) a given absence

is, given the placement of the absence-inducing event on the

continuum (Nicholson, 1977:242-243).

-, 10
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The moderating force within the model is the
individual’'s ”attachment to work.” Nicholson (1877)
describes this as a type of "inertia” for people to "attend
work regularly without any conscious decision—-making until
proximal events impel ahsence or force the person to make a
decision about it” (Nicholson 1377:246). Four major sets of
influences are proposed that determine the degree to which
the employee is dependent upon the regularities of
organizational life.

The four are:

1. Personality Traits, associated with or indexed by

the contextual factors of the characteristics of the

persan.

2. Orientation to Work, underlain by extra-mural and
biaographical background factors.

3. Work Involvement, related to the design of work
and job setting.

4. Emplouyment Relationship, shaped by the design and

impact of organizational control systems (Nicholson,

1977 :.246-2%7).

Lastly, with the exception of highly transient and
unpredictable events (i.e., abnormal weather), the
all-important bridge between the idea of attachment and
absence behavior is the notion of susceptibility to
potentially absence-inducing events. Nicholson proposes a
highly attached employee (strong attendance motivation), is
relatively unsusceptible to influence by the proximal cause

of absence. This means that his or her resistance to

absence-inducing events is powerful and will only be

11
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overridden by events well towards the A’ end of the A-B

Continuum. The opposite is proposad for the low attached
employee, with low attendance motivation. He or she is
suscentible to absence-inducing events at more points on the
continuum (Nicholson, 1977:249-250). Steers and Rhodes
(1978) suggested a more detailed and complex association of
factors influencing absence behavior. 4
he_ St n h [[e]e] m
Attendance. Steers and Rhodes (18978) presented a model of
major influences on employee attendance based on a review of
104 empirical studies (See figure 1).

Like Nicholson (13977), Steers and Rhodes (1378) bagin
by critiquing the studies done before. Two criticisms are
made. First, ”“the current literature largely assumes that
Job dissatisfaction represents the primary cause of
absenteeism. Unfaortunately, however, existing research
consistently finds only weak support for this hypothesis”
(Steers and Rhodas, 1978:392).

Secondly, the implicit assumption, in most of the
previous work on absenteeism, that employees are free to
choose whether or not to come to work is challenged.

Instead, it is argued "there appear to be a variety of
gsituational constraints (e.g., poor health, family
raesponsibilities, transportation problems) that can
interfere with free choice in an attendance decision”

(Steers and Rhodes, 1978:392). Steers and Rhodes (13978)

1e
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RN then present the process model in figure 1 in order to
oY
had examine in a systematic and comprehensive fashion the
jﬁ‘{j various influences on employee attendance behavior (Steers
Y and Rhodes, 1978:382).

-‘-‘

.\,.

}_f { PERSONAL CHARACTERISTICS (nete 1) |
[ i : :

v ¥

:::_ i EMPLOYEE VALUES & ! 1 ABILITY TO !
[ i JOB EXPECTATIONS ! i ATTEND !
-.:Z' ' : i (note 3} !
-:.: E i ‘ '
}::S i JOB SITUATION v i SATISFACTION ! | ATTENDANCE v ! EMPLOYEE |
‘-,?jf H =20 NITH OB 1-)) - = :
::{ i (note 2) {1 SITUATION | | MOTIVATION ! | ATTENDANCE !

R : b b b :

2 " i

k- :  PRESSURE 70 ATTEND : !
:Z} : : (note & 1}

)
_‘?}L-‘ Note 1: Includes education, tenure, age, sex, and family size.

L8 .
ERN
.:: ‘ Note 2: Includes job scope, job level, role stress, work group siza, leader style,
-.ﬁ" : ' co-worker relations, and opportunity for advancesent.

|

. E Note 3: Includes illness and accidents, family responsibilities, and transportation
:‘:g i probless.
‘j(\‘_:f Note 4: Includes econosic/market conditions, incentive/reward/ [punitivel systeas, work
Pa group noras, personal work ethic, and organizational commsitaent.
N Figure 1. Steers and Rhodes (1978:383) Employee
oy Attendance Model

.
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»A Fundamental premise of the model suggested here is
that an employee’s motivation to come to work represents the
primary influence on actual attendance, assuming one has the
ability to attend” (Steers and Rhodes, 13878B:333). The other

interrelationships in the model are summarized as follows:

The nature of the job situation interacts with
eamployee values and expectations to determine
satisfaction with the job situation. This
satisfaction combines in an additive fashion with ‘
various pressures to attend to determine an employee’s i
level of attendance motivation. HMoreover, it is noted |
that the relationship between attendance motivation
and actual attendance is influenced by one’'s ability
to attend. . . . Finally, the model notes that
feedback fram the raesults of actual attendance
behavior can often influence subsequent perceptions of
the Job situation, pressures to attend, and attendance
motivation” (Steers and Rhodes, 13978:401).

All three models reviewed above use some aspect of Jab
attachment in their theories of absence. Gibson calls it
work identification. Nicholson uses "attachment to work” as

the major moderating force in the A-B continuum. Steers and

Rhodes cambine Job satisfaction and pressures to attend to

derive attendance motivation which is closely related to job ‘
attachment. The review of studies of absence in the

military below alsoc shows the importance of attachment tao

the job and introducse the element of attachment to non-job

activities.

14
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Militar tudies/Theorj

The services have conducted or sponsored a number of
studies on military absanteeism. However, all the studies
examined AWOL behavior only and do not address certified
absences (i.e., leaves, passes and illness). Two thorough
reviews of the military literature since World War II can
be fFound in Angle (1878), and Sublett and Greenfield
€1978).

Three studies are representative of the more recent
work in this area: McCubbin, et al. (1971), Hartnagel
(1974), and Littlepage and Rappoport (1877). McCubbin,
gt al. (19713 examined individuals’ situational factors and
leadership in Army units as factors in AWOLs. Hartnagel
(1974) sees AWOL as a mechanism for the individual to
escape from the job environment. Littlepage and Rappopaort
(1977) explains AWOLs as a functiaon of perscnal factors,
organizational factors, and problam avents. A review aof
each follouws.

fMeCubbin, et al.. McCubbin, et al. (1S71) compared
Army units with high AWOL rates (over 30 AWOL/1000
assigned/quarter) against units with low AWOL rates (less
then 30 AWOLs). It was found that the differences could be
classified into three major categories: the individual
soldier, the situation he is in, and the leadership under
which he serves. The study concludes that AWOL is the

result of the interaction of these three primary factors.

15




This study examined 31 personal characteristics of the
soldiers in each unit (e.g., age, education, time in
service, family status, grade, etc.). The situational
factors studied were:

Helpfulness of problem-solving agencies,

Opportunity for promotion,

Unit morale,

Personnel turbulence,

Social situation,

Work situation,

Recreational situation, and

Peer influence.

The leadership factors were:

Communications,

Leader/subordinate relationship,

Awareness,

Credibility,

Attitude,

Leader's experience,

Demonstrated concern,

Involvement in problem solving processes, and

Unit leadership.

The authors concluded the typical AWOL offender is a
high school drop-out with a civilian history of arrests and
convictions; personnel in low AWOL units feel their work is
interesting and important; leaders in low AWOL units are
person-coriented, problem—-solvers (high AWOL units showed
opposite results in both arsas); and persaonnel turbulence
and the lack of meaningful work are the two main
situational variables affecting AWOL. (McCubbin, gt al.,
1871:1ii). Hartnagel (13974), presentad next, also examined

personal characteristics and leadership in military units

to explain AWOLSs.

16
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Hartnagel'’'s Study of AWOL Offenders. Hartnagel (13974)

presents another empirical study aof AWOL and develops a
simple model to illustrate the effect of AWOLs on future
ANOL behavior. The author viewed AWOL as a form of deviant
behavior and examined the behavior from a criminological
view point. The study consisted of interviews and data
collection on 244 prisaoners in an army stockade who had
been charged with AWOL. Three conclusions were drawn from
the study.

First, it was sometimes argued at the time of the
study, that going AWOL represented a form of protest
against the Vietnam War and was motivated by certain moral
and/or oolitical convictions. The study dismissed this
concept by demonstrating the profile of the "typical” AWOL
~- typified by low educational level (80% high school
droo-outs) and below average scores on the army’s general
intelligence tests -- was contrary to the profile of the
politically active anti-war protester (Hartnagel,
1977:207-211).

Second, the author conceptualized a sizable percentage
of the AWOLs studied as a form of innovative devianca.
Innovative deviance is "a rejection of the
institutionalized means to obhtain a goal and the
substitution of illegitimate means to reach that same goal
under conditions where legitimate means are not available

to the actor” (Hartnagel, 1874:207). Hartnagel (1374)

17
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argues that, with low educatignal backgrounds and low
intelligence levels, many AWOL offenders may not be able to
cope with the complex, bureaucratic world of the Army.
Faced with same family problem and rebuffed in an attempt
to obtain emergency leave, they may be unable to search out
other channels for obtaining what they desire. Going AWOL
for them may be the only alternative. This showed the
importance of attachment to non-job related
responsibilities or activities in this form of absence
behavior. (Hartnagel, 13974%:212).

Firmally, the study concluded that repetitive AWOL may
represent, for many soldiers, a reaction to the military
consequences of an initial AWOL (Hartnagel, 1974:2).
Hartnagel (13974) calls this a form of ”"secondary deviation”
where official reaction to the first AWOL sets in motion a
"gsalfF-fulfilling prophecy mechanism.” "The scldier may
react to these consaquences by engaging in additional AWOLSs
in order to escape from [the consequences of the first
AWOL], both temporarily and ultimately, through obtaining
an early discharge.” (Hartnagel, 197%:2,217). Figure 2,

depicts how this process might typically operate.

FAMILY --> FIRST ANOL --> QFFICIAL --> REPEAT AWOLs --> DISCHARGE
PROBLEN REACTION

U
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‘ﬁ This study lends support to the idea that absence
?ﬂ inducing ayents (e.g., family problems) and reduction of job
:é attachment (through the secondary deviance process) are

EE important factors in military absences.

o . ittlepage and R oport’'s Mad of AWl isions.
Lij The final model reviewad here ;s proposed by Littlepage and
gﬁ ) Rappoport (1877). This model addresses factors thought to
- affect military AWOL decisions. The model is centered
.ég around three classes of independent variables affecting AWOL
:ﬁ decisions: characteristics of units, the individual’s

j: history of AWOL, and problem events frequently encounterad
fl: by soldiers (Littlepage and Rappoport, 1877:177).

‘ The empirical study, used to develop the model, asked

two groups of soldiers (subject and control) to indicate

ﬁi their chances of going AWOL from a set of 16 hypothetical

ii army units. Each unit was described using five unit

) characteristics: job satisfaction, unit (social) atmosphere,
ES leader consideration, leader ability, and problem saolving
‘E help. In addition, bhalf of each group received statements
b describing specific problem svents (e.g., having a leave

‘ii request denied). The subject group was made up of prisoners
béi awaiting trial on AWOL charges and the control group was
;ﬁ : made up of soldiers with no known history of AWOL
Q% (Littlepage and Rappoport, 1877:113).
'is Analysis of the correlation between unit
:? characteristics and AWOL decisions provided two results.

18
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First, the more negative the characteristic, the higher the
rated probability of AWOL (Littlepage and Rappoport,
1877:122). Second, "problem solving help” was the unit
characteristic most closely related to AWOL decisions
Followed by: leader consideration, Job satisfaction, unit
atmosphere, and leader ability (Littlepage and Rappoport,
1977:121-122)J.

"Large differences [were observed] between the
responses of the AWOL and control subjects, suggestlingl
dispositional properties may be important factors
predisposing persans to AWOL behavior” (Littlepage and
Rappoport, 1977:122). The AWOL group consistently responded
with a greater likelihood to go AWOL in each of the
hypothetical situations.

Littlepage and Rappoport contend that "findings fram
this study suppaort a model of AWOL behavior including three
categories of variables: persconal fFactors, organizational
factors, and problem events” (Littlepage and Rappoport,
1977:124). Problem events can also be seen as possible
absence inducing events.

The concluding section of this chapter is a discussion
of how the concepts of the six studies presented here can
contribute to a general model of absenteeism among both

active duty and civilian personnel in the military.

20
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The above review of the absenteeism literature
provides a basic framework from which to develop the
requirements of a general model of absence behavior in
military organizations,

In comparing the different results from the studies
with civilian and military subjects, it quickly becomes
evident the civilian models attempt to account for all
forms of absence while the military models do not. Gibson
(1967) makes no distinction between the type of absence.
Nicholson (1877) classified absences only by their location
on the A-B continuum without regard to organizational
classification. Steers and Rhodes (1378) measure
attendance implying absence is simply the complement
behavior. All of the military studies, however, address
only one category of ahsence -- AWOL. AWAOL is a unique
absence behavior, with severe penalties fFor the individual,
but it constitutes only one of many kinds of absences among
active duty military personnel. A comprehensive madel of
military absenteeism should be able to explain other forms
of absence for both active duty and civilian personnal.

In the review of the literature just presented it
appears that absencse is determined in large part by three
major forces: presence of potentially absence inducing

events, job attachment, and attachment to non-job

responsibilities and interests.
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. Nicholson (1977) formally presented the concept of

R A

. potentially absence inducing events as the centerpiece of
: the A-B continuum, but the other authors also allude to the
idea. The Steers and Rhodes (1378) variable ”"ability to
attend” is made up of potentially absence inducing events
w (illness, accidents, family responsibilities, and
transportation problems). 0On the military side, Hartnagel
(1974) repeatly refers to family problems as a leading
cause of initial AWOLs. Littlepage and Rappoport also
include "problem events” as ane of their three categories

of AWOL variables. Additionally, McCubbin, et al. (1871)

EE accounts for this variable in both their ”individual
.12 soldier” and "specific situation” categories of differencas
;: betwean high and low AWOL units. Assuming Nicholson's
proposition is correct that attendance is the norm, the
N presence of absance inducing svents to disrupt normal
3 attendance is an essential element of a model of
- absenteeism.

.

SN,

Job attachment is also a common thread in much of the

-

reviewed literature. Gibson (1366) presents work
‘fj identification as one of four factors affecting absence.
He describes work identification as the work-space portion
of core identification. Core identification is the
combined valences the individual has toward the objects
inside and ocutside the work-space. Similarly, Nicholson

(1977) describes attachment to work as the inertia keeping
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people attending work regularly without any conscious
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decision-making. In addition, job satisfaction and a
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unit’'s atmosphere are among the top unit characteristics
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identified by Littlepage and Rappoport as significant in

4
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AWOL predicatiaon. Both are related closely to jab

attachment. Job attachment, therefore, also appears to be

TN
a &£ 3

*r 5.1

an important factor in developing a comprehensive absence
model .

o Finmally, Jjob attachment alone does not fully explain
how an individual will react to a potentially absence
inducing event. Job attachment can draw the individual
toward attending work, but the individual’'s attachment to
non—job responsibilities and activities may be
simultaneously pulling the individual toward absence.

4: Gibson (1966) includes this type of relationship within his

B

B
o A, e,

N explanation of core identification. In Gibson’'s theory,

non-job attachment is the valences to objects outside the

Pl

workspace. A weakness in Nicholson’s maodel is that it does

Vs

not include this variable. Non—-job attachment might be

[y
0y
* .

able to explain, for example, why a single parent with
62: young children at home would take more time off then
w{j another individual with equal job attachment but no family
% responsibilities., The military studies do not take non-job
EE attachment into account. However, family and fFirancial
problems are often ranked as the most common reason given

o3 by military members for going AWOL CAngle, 19781.
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In summary, a2 model of absence in a military
organizatiaon should explain absance in terms of: the
individual’s likelihood of encountering absence inducing
evaents, the lavel of the individual’s attachment to the
Job, and the level of the individual’s attachment to
non—-job responsibilitias and activities. Such a model will

now be presented.

Praoposed Absence Mode

The proposed model is:

ABS = Bl + BZ2*AIE - B3*JA + B4*NJAR + BS5*ClV + E

- ABS: Absence Frequency
. Bi1,2...5: Beta Levels
- AIE: Absence Inducing Events
- JA: Job Attachment
- NJA: Non-Jab Attachment

Clu: Militarys/Civilian Dummy Variable

E: Error

This model describes absence frequency for any given

individual as a fFunction of his or her attachment to the
job (dedicatiaon to duty), the individual’'s attachment to
non-jaob activities or concerns, and pressures brought upon
the individual to be absent (or likelihood of encountering
absence inducing events). The model assumes attending work
is the norm and some absence inducing event must be
encountered for the individual to be abhsent (based on
Nicholson, 1977).

Absence F n (ABS). Absence frequency is

the number of times an individual is absent for a full day

c't




or more during the period of the study.

Absence Inducing Events (AIE). This variable

measures the likelihood that absence inducing events will

occur in an individual’s life. An absence inducing event
is anything which might cause an individual to be absent
From work. The individual’s personal characteristics and
life situations are used to quantify this wvariable.
Personal characteristics include: Ffamily size,
married/single, individual’'s health level, health level of
the family, whether he or she has an outside job/business
or hobby, recreational opportunities, and home ownership.
Each of these can cause absence inducing events to which an
individual must react.

Job Attachment (JA) and Non-Job Attachment C(NJA).
The likelihood of an absence inducing event causing an
absence is determined by these two variables. If the event
is associated with a non-work concern or activity with
which the individual is highly attached it is more likely
toc cause an absence than one in which he is not.
Conversely, ifF the individual is highly attached to work,
an event of great magnitude will be required to cause an
absence.

Dummy Variable (Military/Civilian) C(CIV3., This
is a dummy variable which identifies the military (CIU=0)

and civilian (ClV=1) subsets of the survey sample for

analysis purposes.
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Summary

Six studies/models of absenteeism from both the
civilian and military literature have been reviewed. From
this review three major factors affecting absenteeism were
identified: absence inducing events, Job attachment, and
non-job attachment. These three variables have been
combined to form a model with absence frequency as the
dependent variable. The next chapter will address the

methodology used to test the model.
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IIl. Dethodology

Overview

The approach to solving the research questions and
testing the hypotheses in chapter 1 was a five step process.
First, a model of absenteeism was developed drawing from the
existing literature. Second, a survey instrument was
developed to measure the dependent and independent variables
in the model. Third, a test paopulation was selected and the
survey was administered. Fourth, statistical procedures
wers performed to describe the data collected during the
survey and to determine if the model adequately explained
absence behavior. Finally, the model was adjusted where the
theoretical framework indicated this was appropriate and a
multiple linear regression was performed to test the final

model .

ury v men

A survey is the maost appropriate method for collecting
the data necessary to test the model proposed in chapter 2.
It provides an accurate way to ccllect data on the dependent
variable and is the only method available fFor measuring the
independent variables.

ndent M . Traditionally, data on frequency

and duration of absence is collected from organizational
records rather then by a survey instrument. However, for

the active duty military personnel in the study, complete
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absence records are not kept. Leave records accounted for
only ordinary leavas. Nonchargable "time off” was not
tracked. If aorganization records were used for the absence
data base, nonchargable absences would not have been
captured. It, therefore, hecame necessary to rely on an
individual’s own report of attendance and absence. There
was a caoncern abaut the accuracy of individuals’ report of
their own absences. This concern had to be counter-balanced
against the inherent incomplete nature of organizational
records. The more comprehensive self-reported absence
technique was chosen,

Although more complete records are kept on the
attendance of federal civilian employees, records on
nonchargable absences are also not available. An additional
consideration was that in order to accurately compare the
military and civilian absence rates the data had to be
collected in a similar manner. In view of this situation,
self-reported data was also relied upon for the civilian
subject group. For both ponulations an absencse event was
counted when the individual was not at work for a full day
or more. Civilian personnel absances include full day
annual leaves, sick leaves, and leaves of absencs,
unauthorized absence, and nonchargable "fFree time” given by
the i1ndividual’'s supervisor. Military absences include
administrative lesaves, passes/liberties, medical leaves,

"time-off,” and AWAOLs.
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In ndent Varij . Constructing a valid survey
instrument to measure the independent variables was the mast
significant hurdle of this research.

Job Attachment. HMeasuring job attachment by
survey is a well established procedure in the literature and
valid instruments are available. Part of an instrument
developed by the faculty of the Air Force Institute of
Technology, Department of Organizational Sciences was used
to develop questions to measure this variable. A
combination of six job satisfaction questions and 1S5
organizational commitment questions were adapted from the
AFIT/LSB survey. However, measurement of absence inducing
events and non—-job attachment required creation of new
guestions.

Aabsence Inducing Events. No established survey
instrument existed for measuring the likelihood an
individual will encounter a potentially absence inducing
event. For the purpose of this research, an absence
inducing event was quantified by asking respondents to
estimate the likelihood of them taking an absence during the
month following the survey for each of the following

reasons:

I get too sick to come to work,
I must stay home to care for a member of my family,
I want to take part in an activity with my family or

friends,
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I need to

I want to
activity,
I need to

I want to

attend classes or work on school work,

participate in a community or church

take care of some personal business,

take part in sports,

recreation or a hobby,

and

I want to get away from my Jjob for a while.
Each of the above factors can possibly cause an absence
inducing event. The respondents indicated the likelihood of
each causing an absence on a six point scale ranging from
extremely unlikely to extremely likely.

Nagn-Jab Attachment.

assess an individual'’'s attachment to non-job

Development of questions to

responsibilities and events required creation of two new
sets of survey questions. The First set of nine questions
(NJCOM1 - NJCOMI) measured the individual’s commitment to
nogn-job activities compared to commitment to the job. For
example, "The Major satisfactions in my life come from

OUTSIDE my job” (respond on a six paint scale from "strongly

agree” to "strongly disagree”). The second set of six
guestions (NJINT1 - NJINTE) asked the respaondants to
indicate the importance each placed in the following non-jch
interests:

Community or church activities,

A second Jjob outside the Air Force,

Activities with family or friends,
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~ Hobbies, sports, or recreation, and

- Qutside education.

o Survey Administration
”i The security police sguadron at a midwestern Rir Force
base was selected as the survey population. This

- organization was chosen because it’s membership is composed

%g of both military and civil service employees. Of the 231
W members of the sguadron, 135 are military (58%) and 387 are
é' civilians (42%). Both military and civilians are assigned
éf to each of the 27 workcenters in the squadron with both

f‘ subpopulations perfaorming about the same tasks.

2 All members of the squadron were given the opportunity
:3 to take part in the survey. Surveys were distribhuted
‘j through the workcenter supervisaors. The completed surveys
iﬁ were returned in sealed envelopes to a squadron project
ii officer who in turn forwarded them unopened ta the author.
)

v Statistical Analysis

:;_ The statistical analysis of the data obtained from the
f?' survey was done in six phases.
:ﬁ First, a comparison was done between known

é; characteristics of the full population and the correspanding
:} ] characteristics of the group which responded to the survey.
%ﬁ This was accomplished to ensure that the sample data was not
QE: skewed toward any subpopulation within the overall
F? population being studied.
>
::S 31
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Second, comparisons were made of the types of absences
taken by military and civilian respondents and by personnel
on the different shifts.

Third, the validity of the non-job commitment and
non-job interest constructs was examined through correlation
and factor anmalysis. Also, the reliability of the job
commitment, job satisfaction, and absence inducing events
constructs was examined with reliability analysis.

Fourth, t-tests were performed to see if there existed
a2 difference between the means of the absence variables
based on military versus civilian status and based on
gender. An analysis of variance was also performed on the
absence frequency variables on the basis of shift warked.

Fifth, pearson correlation analysis was conducted on
all the independent variables with each dependent absence
variable. Next, the model, proposed in chapters 1 and 2,
was modified based an the results of the analysis described
above. Finally, a multiple linear regression was performed

on the modified model.

Summary
This research measured absence as a depnendent variable .
using a number of independent variables which together form
a model of absence within military organizations. A survey
of personnel assigned to a security police squadron at a
CONUS Air Force Base was used to collect data. The results

were analuzed with statistical orocedures, and conclusions
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were made From the results. The results of the survey and

the analysis are the topics of chapters % and S.
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IV. Results

This chapter is a summary of the results of the six
phases of the statistical analysis outlined in chapter 3.
Comparison of Popu ion an mple Characteristics

In order to verify that the sample responses uwere
representative of the overall population in the unit under
study, known population characteristics were compared with
the correspaonding sample characteristics. Tables 1 through
S show the proportion of selected characteristics observed
in the overall population and in the sample population.
Table 1 indicates a slightly higher proportion of military
personnel responded then did civilians. The grade spread
in the sample, shown in table 2, was closely aligned with
the population. This was also the case for shift in table
4. On the other hand, table 3 shows a slightly higher
response rate from females then males, but not markeadly so.
As shown in table 5, a slightly higher proportion of the
staff personnel responded to the survey then did personnel
in operations. However, in both cases there was a shift of
no more then 4% from the population proportions. In
summary, all the tables tend to confirm that the survey

sample was representative of the overall population.
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Table 1

Comparison of the Proportion of
Military and Civilian Members

CRSAARENA S £ ath Joun i 4GBk S s iy

T

SERVICE CATEGORY POPULATION SAMPLE
MILITARY 135 5SB% 77 B4%
CIVILIAN 87 42% 41 36%
TOTAL 232 100% 121 100%

Table 2

Comparison of Grade Spread

ST TR O
SAVE 2T LI SINAGR

GRADE POPULATION SAMPLE
GS1-AB 4 2% o b
GSe-AMN 10 4% B S%
GS3-Al1C 5e 23% 30 24
GS4-SRA/SGT S0 2c% 24 20%
GS4-SSGT 81 35% 3s 239%
GSB6-TSGT 10 1% 7 B%
GS7-MSGT C] 4x 7 B%
GSB8-SMSGT 1 bl 1 1%
GSS-CMSGT S Y% 8 5%
GS10+ 5 2% S b 4
TOTAL 231 100% 121 100%

Table 3
Comparison of the Proportion of Males
and Females

GENDER POPULATION SAMPLE
MALE 192 83% 97 B0OX%
FEMALE a8 17% c4 20%
TOTAL 231 100% 121 100%
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Table 4

Comparison of the Distribution of Personnel
Between Shifts

SHIFT
DAY SHIFT 143 B65% 82 68%
SWING SHIFT 17 20% ee 18%
MID SHIFT 35 15% 17 14%
TOTAL 231 100% 121 100%

T .""1

Table S

Comparison of the Proportion of Operations
and Staff Personnel

WORKCENTER
OPERATIONS 189 82% g4 78%
STAFF 4 18% 27 2c%
TOTAL 231 100% 121 100%
mparison of Absence Patterns in Sam S gpulations

A n Patterns of Militar nd Civilian Respondents.

A series of t-tests were performed to assess the

relationship of absence behavior patterns between military

and civilian respondents. T-tests were performed on the
frequency and duration of absences for military and

civilian respondents in each of five absence categories:
sick leave, regular leave, emergency leave, nonchargable
days aoff, and total absences. The results are presented

tables 6 through 10.
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Table 6
Sick Leave T-Test
N MEAN SD SE F T DOF PROB
Sick Leave Frequency
Military 77 0.20 0.43 0.0S
Civilian 44 1.70 1.86 0.30 20.74 -5.0% 45,38 0.00
Sick Leave Duration
Military 77 0.3% 0.77 0.08
Civilian 44 2.02 2.83 0.44 14.03 -3.79 46,53 0.00
Table 7
Regular Leave T-Test
N MEAN SO SE F T DOF PROB
Regular Leave Frequency
Military 77 0.387 0.37 0.11
Civilian 44 1.73 1.83 0.25 @2.82 -2.79 60,73 0.01
Regular Leave Duration
Military 77 4.68 5.72 0.65
Civilian Y44 2.52 2.47 0.37 5.34 2.88 112,6 0.01
Table 8
Emergency Leave T-Test
N MEAN SD SE F T DOF PROB
Emergency Leave Frequency
Military 77 0.03 0.16 0.02
Civilian 4% O0.11 0.32 0.05 4.02 -1.69 55,46 0.10
Emergency Leave Duratiaon
Military 77 0.03 0.16 0.02
Civilian 44 0.16 0.53 0.08 10.78 -1.6% 47,60 0.11
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Table 9

Ncnchargable Time-of £ T-Test

N MEAN SD SE F T COF PROE
Monchargable Time-of £ Frecuercy

Military 77

1
Civilian 44 0.2 0.13 4.B1 5.03 11,28 0.00 .

Nonchargable Time-of f Duration

Military 77 1.86 2.17 0.25
Civilian 44 0.25 0.78 0.1l2

.B3 6.25 104,82 0.CC

~1

Table 10

Total Absence T-Test

N MEAN SD SE F T DOF PROB
Total Absence Frecuency

Military 77 2.95 2.21 0.25
Civilian 44 3.2 3.25 0.49 2.17 -1.58 66,01 0.1ic2

Total Absence Duration

z Military 77 7.01 6.S52 0.74
Civilian 44 4.95 4.28 0.55 2.32

2V}

.08 115,84 0C.04

The null hyoothesis 1s that the means of all the
measures of absence are the same for beth military and
c.vilian resgorndents., This was rejected in all cases
excent for frecuency and duratiaon of emergency leave and
freguencu af total absence. [t is further noted that
military resperndents reported higher frecuency and duraticn
of nonchargabie time off while civilian respondents

reported more sick leaves beth 1n freguency and duraticn.
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For regular leaves, civilian respondents reported higher

freguency, but military members reported a larger number of
regular leave days (duration).

Further, the average duration of each categ -1 of
absence differed between absence category and between
military and civilian respondents (see table 11). The maost
notable difference in average absence duration is regular
leave with the military respondents reporting nearly S
days/leave while the civilian respondents reported only 1

1/2 days average.

Table 11

Average Ahsence Duration for
Military and Civilian Respondents

Absence Category Average Duration
Sick Leave

Military 1.73 days
Civilian 1.138 days

Regular Leave

Military 4.81 days
Civilian 1.46 days

Emergency Leave

Military 1.00 days
Civilian 1.40 days

Nonchargable Time off

Military 1.12 days
Civilian C.82 days
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Comparison of Absence Patterns Between Work Shifts.

The absence taking pattern of the three shifts was also

examined. The results are presented in table 12.

Table 12

Proportion of Absence Category by Shift

SHIFT SICK REGULAR EMERG. NONCHARG. TOTAL
DAYS 0.879 1.439 0.048 0.827 3.283
n=8¢2 (27%)> C(44%) 1% (28%) €100%)
SWINGS 0.455 1.081 0.136 1.364 3.046
n=2¢2 (15%> (36%) (4% 45%> C100%>
MID SHIFT 0.471 0.5283 0.00 e2.41e 3.412
n=17 C14%) (15%)> 0%)> (71%)> (100%)

In addition, a difference of means test was conducted

to determine if the means Far each category of absence were

egual across shifts. The results are shown in tabhle 13.

Table 13

Difference of Means Test

Ho: HMean(days) = Mean(swings) = Mean(mids)
Ha: At least two of the means differ.

Rejection Region: F > 3.07 based on 2 and 118
degrees of freedom

SICK REGULAR EMERG. NONCHARG. TOTAL
F Value 1.135 3.819 1.838 6.008 0.104
Re ject? No Yes No Yes No

p———
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In summary, the tables show that the average total
number of absences are the same between the three shifts,
however the form of the absences differs. Personnel on day
and swing shifts report a higher proportion of regular
leave than do personnel on mid shift. Conversely, mid
shift personnel report that nearly 3/4ths of their absences
are in the nonchargable category. This is significantly
higher then the other two shifts.

Surv Instrument Vali

The validity of the constructs measured by the survey
instrument was avaluated in a four step process. First,
pearson correlations were computed among all the
independent variables to identify any abnormal patterns.
Second, fFactor analysis was performed on the non-job
commitment and non-job interest constructs. Third, the
non-job commitment and non-job interest constructs were
refined based on insights gained from the pearson
correlation and factor analysis. Finally, validity of the
refined constructs was verified with reliability analysis.

Pea n_Cor tions A is. Initially, the non-job
attachment construct in the absence maodel was composed of
an average sum of all the non-jab commitment and nan-job
1nterest survey questions. The pearson correlations and,
later, factor analysis cast doubt on the utility of this
approach. The pearson correlations were accomplished in

three stages. First, the nine non-job commitment variables
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‘ﬁi were compared to ome another. Second, the six non-job
:E: interest variables were compared to one another and third,
’W& all 15 variables were compared.
}g Non—-10ob Commitment Uariables. Eight of the nine
'ﬁﬁ non-job commitment variables fall naturally into three
?5@ groups. The first group is two guestions that address
:ﬁi commitment to community and church (NJCOMS and NJCOMB) and
:i: they have relatively high correlations with one another
N (r=.3%, p=.000). The second group asks about commitment to
*Eé family and friends (NJCOME and NJCOM7) and has an r of .53
'FQ and a p of .000. The third group of questions ask the

: respondent to compare commitment to the job and commitment

outside the job directly (NJCOM1, NJCOM2, NJCOM3, and

= NJCOMS). The intent is to ascertain their central life
{5 interest. These variables are significantly correlated
ig (r=.32 to .65, p values = .000 for all). Commitment to
E} hobbies, sports and recreation (NJCOM4), did not fall
52 raturally in any of the above categories.
: Non-Job Interest Variables. Two of the six
-fg non-job interest questions (NJINT1 and NJINT4) asked about
:?f the respondents’ interest in community and church
-;f activities. The responses to these two questions were
f:: significantly correlated (r = .872, p = .000). The other
F;E four non-job interest variables asked the respaondents
?Eg interest level with a second job (NJINT2), family and
:‘. friends (NJINT3), recreation (NJINTS) and school (NJINTG).
*
O




Secand Jab (NJINT2) was significantly correlated only with
school (NJINTGE, r=.21, p=.013), Family and friends (NJINT3)
was correlated with community/church (r=.2%, p=.00%),
recreation (r=.41, p=.000), and schaol (r=.15, p=.04),.
Recreation (NJINTS) was correlated with family (r=.,40,
p=.000) and both community/church interest variables (r=.31
and .30, p=.000 for both). School was correlated with job
(r=.21), family/friends (r=.15), and the community/church
variables (r=.22, p=.17). There appears to be a connection
between the two community/church variables, between the
second j1ob and school variables, and betueen the

family/friends and recreation variables.

All Non-Job Variables. Comparisons of
correlations between all the non-Jjob commitment and non-jab
interest questions continued to show the three-group
pattern cbserved earlier with the non-job commitment
variables. The central life interest group (NJCOML,
NJCOM2, NJCOM3, and NJCOM3) continued to have the highest
intercorrelations. The community and church variables
(NJCOMB, NJINT1, and NJINT4) also grouped together.
Attachment to family and friends (NJCOM6 and NJCOM7) also
showed close association. To further investigate the

association between these groups of variables, factor

analysis on the full set of variables was performed.

Factor Analysis. As in the pearson correlation

analysis, the factor analysis was accomplished first on the




TE T TR wY E A B n st a2 ma s mrad or 4 gl B-sh Sl Gar S Suil ANE-SE Saul & ahd) L " it - 2Rl - A L il A l'"“-""’i‘ - P> s S S 4 A S 48 Ja S T — w—-«—vT

non-job commitment questions, then on the non-job interest

questions, and finally on the full set of 15 questions.

Non-Job Commjitment Questions. Factor amnalysis
using VARIMAX and three factors generally supports the
three variable arrangement mentioned above. NJCOM1CCLI),
NJCOM3C(CLIJ) and NJCOM4(REC) all loaded mast heavily on
Factor 1, representing central life interest. However,
NJCOMS(CLI) loaded heavier on factor 2, representing
attachment to family and friends, along with NJCOMGE(HOME)
and NJCOM7CHOME). All three community and church

attachment variables (NJCOM2, NJCOMS, NJCOMB) loaded

heaviest on factor 3.

Non-Jgb Interest Questjons. Factor analysis of
these variables using three factors also supported the
groupings suggested above. NJINT1 and NJINTY4 loaded on
FACTOR 1. NJINT3 and NJINTS loaded on FACTOR 2 and NJINT2
and NJINTE loaded on FACTOR 3.

Ngon-Jgb mmitment and Non-— nter ] Yela)
Iogether. Factor analysis on all 15 non—-jaob variables did
not produce any clear patterns when calculated with two
factors, but at three factors a pattern did emerge. Three
sets of variables loaded together. Group 1 was made up of
the central life interest variables (NJCOM1, NJCOM2, and
NJCOM3). Group 2 was three of the community and church
variables (NJCOMB and NJINT1 and NJINT4). Group 3 was the

family and friends variables (NJCOMB and NJCOM7).

14
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Summary of Correlation and Factor Analysis Results.

Both the pearscn correlation and factor analysis indicated
that it would be more appropriate to refine the non-job
attachment construct into four smaller variables rather
then to use a summed average of all the non-job commitment
and non—-job interest variables together. After making this
decision it became necessary to verify the reliability of
the new measures with reliability analysis along with the

other construct variables.

Rel i 114 An

Reliability analysis is used to test the accuracy of a
summed or weighted summed scare in estimating the the true
score in a population of objects to be measured (Nie
et al., 1975). It was used here to verify the reliability
of the construct variables composed of a series of survey
questions.

= A n nstc

Cronbach’s alpha was computed on the Four constructs
developed after the pearson correlation and factor analysis
described above. These were central 1ife interest (CLI),
attachment to community and church (CC), attachment to
familuy and friends (HOME), and atachment to recreation

(REC). The analysis provided results in table 14.
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N Table 14
L
o Cronbach’s Alpha Reliability
" on Non-Job Constructs
Ry
Ziﬁ: Construct Variables Included Alpha
L CLI NJCOM1, NJCOM2, NJCOM3 .73
B cC NJCOMB, NJINT1, NJINT4 .89
o) HOME NJCOMB, NJCOM?7 .B9
vk REC NJCOM4, NJINTS S
23 -
o
o Table 15
AR
ey Cronbach’s Reliability Alpha For Job Attachment
DO and Absence Inducing Events Constructs
i?f Construct Variables Included Alpha
[~
) 'j'i:‘
v Job
D Satisfaction JSAT1 to JSATHE 74
i (JSATC)
ﬁck Organizational
- Commitment ORGA1 to ORGA1S .88
3 CORGAC) |
') Absence
2 Inducting Events ROFF1 to ROFFB .71
s (AIED
4:::-: S e et oot ttt 2 158 11 811, 5 et 8121141 £ 50151 e 3 51811511 1 A TR 1 J
i‘ The alpha level for CLI, CC, and HOME indicate a
Aoy
;bg strong reliability within these constructs. However, the |
Ebf alpha of .44 for the recreation construct is less
;;5 convincing and therefore the utility of using this
{ )"
.
:zxn construct is in doubt.
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Reliability of Attachmen nd_Ahsen n in

Events Constructs. Reliability analysis was also performed
on the other construct variables in the model to confirm
their reliability as constructs. Table 15 shows the
results.

The alpha levels of all three variables show a high

degree of reliability.
) o tion An sis of Independent and Absence Variables.

Correlation Procedure. The last step in the
statistical analysis before refining and testing the
absence model was pearson correlation analysis between each
of the absence frequency variables and all the independent
variables. The variables which were significant with each
of the absence Frequency variables at an alpha level of .0S

are shown in tables 16 through 21.

Table 16

Correlations with Frequency
of Sick Leave (SICKT)

SEX r= .48 p=.000
MILCIV r= .51 p=.000
NJINTS r=-.20 p=.015
REGT = .43 p=.000
NONCHT r=-.17 p=.033
ORGA1S r= .17 p=.030
ROCF1 r= .52 P=.000
ROFF2 r= .20 p=.015
ROFFY4 r= .20 p=.01%4
ROFF7 r= .18 p=.022
17
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. Table 17

Correlations with Nonchargable Time Off Frequency C(NONCHT)

) MILCIV c=-.4c2 p=.000
X SEX r~=-.15 p=.050
A% AGE r=-.40 p=.000
R MSTAT r= .22 p=.007
GRADE r=—-.29 p=.001
R/ TIS r=-.33 p=.000
SHIFT r= .29 p=.000
ORGA1 r=-.17 p=.031
ORGA2 r=-.18 p=.021
ORGAS r=-.33 p=.000
ORGAl11 r=-.19 p=.020
NJCOM1 r= .28 p=.001
} - NJCOM2 r= .21 p=.011
- NJCOM3 r= .21 p=.010
o NJCOMB r=-.15 p=.0S0
NJINTS r= .15 p=.040
- ROFF4 r= .33 p=.000
-l ROOF7 r= .S p=.003
. ROCFB r= .20 p=.014
- SICKT r=-.17 p=.030
CRGAC r=-.17 p=.030
NJINT r= .16 p=.040
” AlIE r= .19 p=.020
Table 18

Correlations with Regular Leave Frequency (REGT)

? MILCIV r= .28 p=.001
) SEX r= .29 p=.000
Iy SHIFT r=-.24 p=.003
i ORGA1S r= .15 p=.050
¥ NJCOM1 r= .21 p=.010
. NJCOMe r= .20 p=.010
) NJCOM3 r= .21 p=.010
¢ NJCOMS r= .20 p=.013
o NJINT2 r= .16 p=.030
; ROFF1 r= .25 p=.003
o ROFF2 r= .25 p=.002
) ROFF3 r= .15 p=.050
~ ROFFB r= .27 p=.001
- NJAC r= .18 p=.024
™ AIE/ROFFC r= .23 p=.00S
- LIFEC c= .24 p=.003
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> Table 18
fi Correlations with Emergencg'leava
5 and leaves of absence (EMERT)
3 MILCIV r= .18 p=.024
L ORGA10 r= .18 p=.020

§ NJCOM2 r= .16 p=.040

2 NJCOM3 r= .23 p=.005
5 NJINT1 r= .15 p=.04Y4
- NJINTB r= .17 p=.030

iy NJAC r= .16 p=.030
e NJINTC r=-.21 p=.003

W Table 20

-}

3 Correlations with Absent without leave/

unauthorized absence (AWOLTD

¥
. No occurrences of AWOLs or unauthorized
o absence were reported.

)

. Table 21
:i Correlations with Total Absence Frequency (TOFFT)

MILCIV r= .15 p=.0%1

{ SEX r= .30 p=.000

N MSTAT r= .17 p=.028
-~ TIS r=-.16 p=.040
X ORGRS r=-.20 p=.010
o ORGR13 r=-.16 p=.040
r ORGA1Y4 r=-.16 p=.0Q40
: ORGA1S r=-.23 p=.00S
™ NJCOM1 r= .35 p=.000

Q f NJCOm2 r= .18 p=.043

N | NJCOmM3 r= .26 p=.002

N NJCOmMS r=-.16 p=.040
T i ROFF1 r= .31 p=.000

- ; ROFFe r= .21 p=.011
[ , ROFF6 r= .16 p=.040

. ! ORGAC r=-.15 p=.047

- 3 NJAC r= .17 p=.030

¥ ; ALE/ROFFC r= .26 p=.002
™ ]

' 49

.
20 = B AT UL YL I SR N S T B D) - S I N A O L T N et e T I IR AL LI L
TR T TN TR SRR, :',,-.‘-.-n--,).‘-".-.-.- ~}.\}. e e T e N T R T T e T s
R . ) ! - . .




mﬂ“(' Ll B e A A B A g S Shd MA-MNE ML sk B -l e g
\

Observations Concerning Pearsgn Correlatjons. Several

significant patterns are evident in examining the
coérelations above. First, the job satisfaction construct
was not significant, at an alpha level of .05, with any of
the absence variables. Second, the dummy variable
identifying military and civilian personnel (MILCIV) is
significant with all types of time off. The direction of
correlation of the dummy variable with nonchargable time
of f was negative, but the correlation of the dummy variable
with all other forms of absence was positive. Third, sick
leave and nonchargable leave frequencies were significantly
correlated with a negative valus. Fourth, the central
life interest variahles (NJCOM1, NJCOM2, and NJCOM3) showed
as significant with nearly all the absence variables. Feuw
of the the other non—-job commitment variables showed as

significant with any absence variables.

flodel Refinement.

The original model proposed in chapter 2 called for
independent variables consisting of job attachment, non-job
commitment, ahsence inducing events, and a dummy variable
identifying military and civilian respondents. The
statistical analysis described earlier in this chapter
sugaested several refinements to the model.

a hmen n . The Job attachment

construct was aoriginally composed of an averaged sum of all

the jJob satisfaction and job commitment question variables.
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The pearson correlations on the dependent absence variables
showed that Jjob satisfaction was not significant with any
of the absence frequency variabhles. Therefore Job
satisfaction and jJob commitment were entered into the
retfined model as separate constructs in order to better
evaluate the contribution of each. Each had a high level

of reliability with Cronbach’s alpha levels of .74 and .88

respectively.
Non~Job Attachment Construct. The non-job attachment

caonstruct variable was originally composed of an averaged
sum of all the non-job commitment and non~job interest
questions. Pearson caorrelation analysis, factor analysis,
and reliability analysis showed this was not the most
anpropriate approach. The variablas more naturally fell
into three major categories. These are central life
interest (CLI), attachment to family and friends C(HOME),
and attachment to community and church (CC) as described
eariier in this chapter. Each of these sets of variables
had high intercorrelations, loaded heavily on the same
factors, and had reliability alpha levels in excess of .68.
The recreation variable, suggested by factor analysis, did
not hold up in reliability analysis, however, with an alpha
of only .44%. Also, the other non-job commitment variables
did not fit clearly into any pattern so their
interpretation in an absence model would be difficult.

Therefore, the non-jaob commitment construct was broken down

S1




into the central life interest (CLIJ, community and church
attachment (CC), and attachment to family and friends
(HOME) constructs discussed above.

Absence Inducing Events Construct. The absence
inducting events construct is unchanged. The individual
variables, which compased the construct, showed up
consistently with significant correlations with most of the
absence frequency variabples. A Cronbach’s Alpha of .70
also showed it to be a reliable construct.

Final Model. The final model resulting from the

refinements described above is:

ABS = Bl + Be2(JSATC) + B3(ORGACY + B4(CLI) +
BS(CC) + B6(HOMEY + BB(CIV)

ABS ~---- Total Absence Frequency

JSATC -- Job Satisfaction Construct

ORGAC -- Organizational Commitment Construct

CLI ---- Central Life Interest Construct

cC ---=-- Community and Church Attachment Construct

HCME ~--- Family and Friends Attachment Caonstruct

CIV ---- nilitary/Civilian Dummy Variable (Civilian=1)
M R essiogn on Refin Mo

Results. A multiple regression on the model described

above provided these summary results (for complete results
see appendix BJ:
Ad justed R Square = .186

F(7,133) = 4,910
Significant F = ,0001
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308 Running the model with all the independent construct
variables entered at once resulted in the following

o standardized beta weights:

?; ABS = .226C(AIEJ) - .210CHOME) - .006C(CC)Y + .283(CIV) -
) .132C(0RGACY + .318C(CLIJ) + .129CJSATC)
The T statistics showed, however, that AIE, HOME, CIV,

:ﬁ‘ CLI are the only variables with significant correlation at an
o alpha level of .0S5. The variables CC, ORGAC and JSATC were
i&j at non-significant levels in the model. |
-fi Residual Analuysis. Examination of the normal
probability plot of standardized residuals revealed that the
residuals were normally distributed. Also, examination of a
scatterplot of residuals with predicted absence showed no
abnormal patterns that would suggest non-linearity in the
model .

This concluded the statistical analysis performed on the

. data in this study. The findings are discussed and areas for

future research are proposed in chapter S.
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V. Discussion

In this chapter, each of the research questions and
hypotheses proposed in chapter 2 are examined and the
results of the statistical analysis presented in chapter 4
are discussed. Additionally, areas for future research are

highlighted.

Examination of Research Questions/Huypotheses
Research Question #1.

What is the freguency, duration, and form of
absences taken by military and civilian Air Force
persannel?

Hupothesis #1.1:

The means of absence Frequency are the same
for military and civilian personnel.

Results. The null hypotheses that the mean
of total absence frequency was equal between the two groups
could not be rejected (see results of t-test in table 103J.
The military population averaged 2.35 absences during the
four month period of the study while the civilian
population averaged 3.82.

thesis #

The means of absence duration are the same
for military and civilian personnel.

Results. This hypothesis was rejected at a

probability of .039 (see table 10). Military respondents
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reported an average of 7.013 days of absence during the
period of the study, while civilians reported 1.85 days.
Hypothesis #1.3:

The type of absences taken are the same for
military and civilian populations.

Results. Based on the t-test on the means
of each category of absence this hypothesis was rejected.
Except for emergency leave, the frequency and duration of
all forms of abhsence were different between military and
civilian respondents. HMilitary respondents reported higher
frequency of nonchargable leave and civilians reported a
higher frequency of sick and regular leaves. For duratian,
military reported mare regular leave and nonchargeable days
off, while civilians reported more sick leave days. An
explanation of possible reasons for the results found far
these three hypotheses is discussed below under hypotheses
5.1 and 5.2.

Research Guestion #
How do past patterns of absence relate to future
absence?
Hypothesis #2.1:

Stated intended absences in the future will
positively correlate with past absence frequency.

Results. The results of the multiple
correlation analysis support this hypothesis. Absence

inducing events (AIE) was positively correlated with
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absence freguency at a statistically significant level.
The AIE canstruct was composed of the respondents’
predictions of the likelihood of taking an absence in the
next month for any of a variety of reasons.
Research Questign #3.

How does attachment to the job relate to absence
frequency?

Huypothesis #3.1:

Attachment to the job is negatively
correlated with absence frequency.

Results. There was only weak evidence that
this hypothesis was true. Organizational commitment was
shown to be negatively correlated with absence frequency
(r=-.15, p=.047). Job satisfaction on the other hand had a
positive correlation (r=.016), but at a non-significant
level (p=.43). In the case of jJob satisfaction, the
non-significant p values make it difficult to make
meaningful inference about the correlations with absencs
frequency.

Research Question #4.
How does attachment to non—-job activities relate
to absence frequency?
Hupothesis #4.1.
Non—-job attachment is positively correlated

with absence frequency.
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Resuylts. Mixed results were found regarding
this hypothesis. Both the pearson correlation and multiple
correlation analysis showed positive correlation of central
life interest with absence frequency. However, attachment
to family and friends had a negative correlation with
absence frequency, so it appears attachment to family and
friends does not contribute to absence as expected. The
relationship of absence with attachment to family and
friends is discussed further under areas for future
research below. Attachment to community and church was
non-significant with a p value of .95. This finding is
also discussed further in this section as an area for
future research.

R rch tion #
How does organizaticonal absence policy relate to
absence patterns?

Hypothesijs #

Organizational absence policy has little or
nc relationship to the amount of leave taken (frequencyl.

Resuilts. See Hypothesis S.2 below.

Hupothesis #5.2:

Organizational absence policy is related to
the form in which absences are taken.

Results. The results of hypotheses 1.1, 1.2
and 1.3 lend support to both hypotheses 5.1 and 5.2. It

has been noted that the freguency of total absences between
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military and civilian respondents was the same. However,
the types of absences taken were different. This is maost
probably due to the differing organizational absence
policies imposed on the two groups. 0Organizational policy
makes it very difficult for a military member to take sick
leave. In order to be placed on sick leave, a military
member must first go to the base haospital and have a .
medical officer certify that he or she is in fact ill. On
the other hand, civil service civilian employees save sick
leave in the same manner as annual (regular) leave. Within
limits, they can use the sick leave when they desire
without any certification requirements. This would tend tao
explain the relative low frequency of military sick leave
compared to civilian sick leave.

Conversely, federal labor regulations mandate that if
a8 civil service worker is not at work he or she must be
placed on some form of administrative leave (annual, sick,
or leave of absence). The supervisor is not generally
authorized to grant nonchargeable time off. Air Force
policy and regulations, however, do make allowance for

nonchargable time off for military members in the form of

passes and liberties. It is therefore much easier for a

military member to get nonchargable time off. This shows

- . A

up in the higher frequency of nonchargable time off

reported by military respondents.
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Differing absence policy also can explain the
relatively longer regular leaves taken by military members.
Civilian employees can save part or all of their leave from
year to year until retirement. HMilitary members, however,
may only save 60 days at the end of each fiscal year. Any
amount of leave saved over 60 days is laost as of September f
1, thus putting the military member in a ”use or lose”
situation. This may be an incentive to take langer leaves
in order to use excess accumulated leave.

Agditionally, the absence patterns observed between
the three sh.fts also support the argument that
organizational policy only affects the form of absence, not
the amount. The average number of absences for the three
shifts was equal. How the absences were divided between
the absencs categories was different. Personnel on mid
shift reported a much larger proportion of nonchargeables
absence then did personnel on day or swing shifts. This
may be due to a more lenient policy towards giving
nonchargeable time off on mid shift. If personnel on mid
shift can get the time off they desire without being
charged leave, the incentive to take sick or regular leave
is reduced. On the otherhand, personnel on days and swing
shift might be taking more sick and regular leave because
it 1s comoaratively harder to get the time off they desire

in the nonchargable category.
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A study by Nicholson (1976) of a sudden clamp-down of
management sanctions on the absence behavior of the
workforce in a food processing factory was consistant with
the findings of this study. Nicholson (13978) found that
the clamp-down did not significantly alter the level of
absence, but did affect the form absences took. It showed
a conversion of short to longer spells of absence and a
chan,a from uncertified to certified absence (Nicholson,
1976: 139). A comparison can be made between Nicholson's
results and the findings of this study concerning the
absence patterns of the military and civilian respondents
and between the respondents of the three work shifts. In
both studies, a difference in the form of ahsences -- but
not the level of absence -- appears to be as a result of a
difference or change of management policy on absence

behavior.

areas for Future Research

This research effort suggests some areas which deserve
special discussion and recommendation for future research.
The first of these areas concerns the concept of an
individual absence profile and the effect of organizational
absence policy on this profile.

The results of this research suggest that individuals
might have a certain range of absence frequency within
which they are comfortable. This is supported by the high

correlation between past absences and the respondents’
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;:5 prediction of future absences, as well as the consistency
Pa' of absence frequency between military and civilian
Ko respondents and between the three work shifts.
‘f{ The Findings of this thesis further suggest that

xR
f@ organizational absence policy does not affect the amount of
L ) absence taken, only the way the absences are taken. This
§; is evidenced by the differing patterns of absence between

.

? the military and civilian populations and again between

! shifts. An area for future research would be a study into
N
,35 the direct effects of organization’s absence policy in the
:E; military organization. To properly address the effects of
Eﬁ organizational absence policy, the organizational policy
E? variabhle requires further definition and a method of

ii accurate measurement needs to be developed.

N The effects of job satisfaction on absence patterns is
;& another area where future research in military

fh organizations is needed. Conventional wisdom within the
;; military holds that job satisfaction, as an element of

:ﬁ morale, is an important element driving absence patterns.
NH However, this research did not show a strong relatianship
“j: between job satisfaction and absence frequency. The
{if finding that there is only a weak relationship between job
J;? . satisfaction and absence is consistent with what Steers and
;3: Rhodes (13978) found in their review of 104 absence studies.
.éi The belief that Jjob satisfaction is of primary impartance
iz in explaining absence in the military may therefore be
=
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erroneous. However, a more detailed examination aof the
effects of job satisfaction on absence in the military 1is
needed to clarify any relationship.

Non—-job attachment’'s effect on absence frequency is
another area deserving of comment. Attachment to community
and church was not shown to be significantly related to
absence frequency. This may have been because most church
and community activities are on weekends and after hours
and thus do not readily conflict with work. Further
investigation to establish if any relationship exists
between this involvement and absence is warranted.

The negative correlation of family attachment with
absence frequency is also of interest. This raises a
question about the role of intervening variables acting
between family attachment and absence frequency. One such
variable might be the need for fimancial security when ane
1s strongly attached to the fFamily. This research did not
address monetary incentives in relation to absence
frequency and this is an area for future investigation.

Central life interest is also a promising area for
fFuture research. This research showed that an individual's
relative interest within and outside the Job was clearly
related to absence frequency. Dubin and Porter (1875)
suggest a measurement of central life interest based on a
survey instrument they develoned. This instrument has nat

been aoplied in absence research and it might prove to be
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of great utility in further investigation on the effect of

central life interest on absence behavior.

Implicatigns of Findings for Managers

Several findings in this research can have practical
utility for Air Force leaders. The concept of an
individual absence profile with each individual ”"needing” a
certain level of absence from the job could prove useful.
The Air Force has long advocated giving personnel enough
opportunity to take regularly scheduled leaves. This
finding lends credibility to this policy as a method of
maintaining a stable workforce. If personnel are given
opportunities for scheduled time-off, spontanecus and
unscheduled absences may be reduced.

The effect of the Air Force's differing policy on
absences for it’s military and civilian members should be
of interest to managers who supervise both groups.

Managers must realize that close control of one form of
absence for one group (i.e., sick leave for military and
nonchargeable time off for civilians) will most probably
show up as higher absence in another form for that group.
Understanding this relationship will make it easier for the
manager to develop leave and absence policies which are
fair to both groups. It also tends to show the futility of
a "crack down” on any one form of absence, since the
reduced frequency of that category of absence may just be

balanced with an increase in another category.
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Summary and Conclusiogn.

A review of the absenteeism literature helped to
identify several critical variables which contribute to
absence behavior. These were job attachment, non—-job
attachment and absence inducing events. A survey
instrument was constructed and administered in an Rir Force
unit. The objective of the survey was to measure the three
critical variables and absence frequency for a population
of both military and civilian personnel for analysis.
Statistical analysis suggested refinement of the job
attachment and non-job attachment constructs into five,
more specific variables -- job satisfaction, job
commitment, central life interest, attachment to family and
friends, and attachment to community and church. Further
analysis indicated that organizational policy is an
important variable in determining the type of absences
individuals take. The manner in which these variables
related in the analysis gave rise to several areas for
future research and also provided practical management
insights for Air Force leaders.

In conclusion, substantial pragress was made toward
the goal of identifying the variables which are critical in
explaining absence behavior in military organizations.
However, further research is needed to more completely

understand all the forces at work in this area.

----------
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- Appendix A: Survey Questigns and
- Variable Labels

This appendix is a copy of the questions from the

survey instrument used in this research. The variable name

|
! . assigned to each gquestion is in parentheses following the
fj question number.
N BACKGRQUND INFORMATION
. 1. (AGE) My age is:
& 1. Less than 20
. 2. 20 to 25
- 3. 256 tao 30
4. 31 to 40
S. 41 to SO
6. 51 toc B0
7. More then 60
! 2. (GENDER) My gender is:
L 1. Male
& 2. Female
\
j 3. ((MSTAT)Y My marital status is:
- 1, mMarried
2 2. Single, divecrced, separated, or widowed
", %. DEPEND) Not counting myself or my spouse, [ have __
- decerdents living in my househald?
1 Nonrne
- e 1
- 3 2
" 4 3
. 3 ]
- ) =)
) T, B
8. Mcgre trer B




i. S. C(EDLEVU) My highest educational level obtained was:

1 Non high school graduate
= High school graduate or GED
3. Some college work
- 4. Associate degree
i S Bachelor’'s degree
6 Graduate degree
c

6. TCAT) I am an:

- 1. Enlisted Member
- 2. Officer
N 3. Civilian (GS) Emolaoyee
7. (GBRADE) My grade is:
- 1. E-1, 0-1, or GS-1
y e. E-2, 0-2, ar GS-2
g 3. E-3, 0-3, or GS-3
. Y. E-4%, 0O-4%, or GS-4
i S. E-5. 0-5., or GS-5
6. E-6, 0-B, or GS-B
7. E-7, -—— or G5-7
8. E-8, --- or GS-8
8. E-8, --- or GS-8
10, --—— --—- GS5-10, or Higher

8. (TIS) My total time of service in the Air Force is:

months

months, less then 1 year
year, less then 2 years
More then year, less then 5 years
More then years, less then 10 years

1 LLess then

2

3

4

S.

6. More then 10 years, less then 15 years
-

8

S
(T

More then
More then

nnue--oOo

More then 15 years, less then 20 years
More then 20 years, less then 25 years
More then 25 years

[ )

g. 18> I bhave been working in my present organization:
y 1. Less then & months

- 2. More then 6 months, but less then 1 year

N 3. More then one year

1G. (SHIFT) The current shift [ work is:
Day shift

2 1.
2. Swing shift
3 Mid or araveuard shift
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11. (PCS) I’ve made a PCS move in the last 6 months.

1. Yes
2. No

12. C(HEALTH) My general health is best described as:

l. Excellent
2. Good
3. Fair
Y. Poor
5. Very Poor

JOB_SATISFA N

EXTREMELY SATISFIED
VERY SATISFIED
SOMEWHAT SATISFIED
SOMEWHAT DISSATISFIED
VERY DISSATISFIED
EXTREMELY DISSATISFIED

WM

13. (JSAT1) How do you feel about your Job?

1%, (JSATZ2) How do you fFeel about the people you work
for--your supervisors?

15. (JSAT3) How do you feel about the people you work
with--yaur co-workers?

16. (JSAT4) How do you feel about the work you do on your
Job--the work itself?

17. (JSATS) How do you feel about where you work--the
physical surroundings, the haours, the amount of work you
are asked to do7?

18. (JSAT6) How do you feel about what you have available
for doing your Jjob--equipment, information, facilities, and
so on?

67




’ 1
.

C e
ey Nl

v h e 'r.‘."';‘“c .‘l"‘u s .

Pt it
B
e
s
ER RN}
LN
s e e

JOB COMMITMENT

STRONGLY AGREE
MODERATELY AGREE
SLIGHTLY AGREE
SLIGHTLY DISAGREE
MODERATELY DISAGREE
STRONGLY DISAGREE

~bw&Lu0nd
LI I I I I

19. (ORGAl1) I am willing to put in a great deal of effort
beyaond that normally expected in order to help this
organization be successful.

20. (ORGA2) I talk up this organization to my friends as a
great organization to work for.

2l. (ORGA3) 1 feel very little loyalty to this
organization.

2c. (ORGAY) I would accept almost any type Job assignment
in aorder to keep working for this aorganizatian.

23. (0ORGAS) 1 fFind that my values and the organization’s
values are very similar.

c24t. (ORGABJ) I am proud to tell others that I am part of
this organization.

25. (0ORGA7) I could Jjust as well be working for a
different arganization as long as the type of work was
similar.

26. (0ORGAB) This organization really inspires the very
best in me in the way of job performanca.

27. (ORGAS) I am extremely glad that I was assigned to or
hired by this organization over others [ could be werking
for.

28. (0ORGA10) Often, I find it difficult to agree with this
organization’s policies on important matters relating to
its emnloyess.

238. (ORGAll) I really care about the fFate of this
organizatian.

30. (ORGAl2) For me this is trz best of all possible
organizations for which to work.

31. (ORGR133 I live, eat, and breathe my Jjob in this
organ.zation.
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32. (ORGA14) My organization’'s goals are completely
compatible with my ocwn personal goals.

33. (ORGAR1S) If I was given the option within the next
year, I definitely would leave this organization.

NON-JOB COMMITHMENT

STRONGLY AGREE
MODERATELY AGREE
SLIGHTLY AGREE
SLIGHTLY DISAGREE
MODERATELY DISAGREE
STRONGLY DISAGREE

rRWLUM

34. (NJCOM1)> The most important things that happen to me
come from OUTSIDE my work.

35. (NJCOME2) The most important things I do involve my
community or church--NOT my Jjab.

36. (NJCOM3) The major satisfaction in my life comes from
OUTSIDE my Job.

37. ((NJCOM4) The activities which give me the greatest
pleasure and persanal satisfaction involve sports,
recreation or my hobby.

38, (NJCOMS) I would rather be a more important member of
my club, church, community, or lodge then get a job
promotion.

39. (NJCOMBJ) My responsibilities around the house are more
important to me then my rasponsibilities at work.

40. ((NJCOM7) I feel I should spend a lot of time with my
family or friends even if my Job suffers as a result.

$1. (NJCOMB) I am very personally involved in my community
or church.

42. (NJCOMI) 1 avoid taking on extra duties and
responsibilities at work that might interfere with my off
duty activities.
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NON-JOB INTERESTS

EXTREMELY IMPORTANT
VERY IMPORTANT
SOMEWHAT IMPORTANT
SOMEWHAT UNIMPORTANT
VERY UNIMPORTANT

NOT AT ALL IMPORTANT

~ W+ o

43. (NJINT1) Being an involved member of my community or
church

44 . (NJINT2) Having a second Job or business outside the
Air Force

4S5, (NJINT3) Doing things with my family or friends
45. (NJINT4) Taking part in community or church affairs

47. (NJINTS) Participating in hobbies, sports, or
recreation

48. (NJINTB) Taking classes to further my education
REASONS FOR TAKING TIME OFF C(ABSEN NDOUCIN UENTS)

(Note: The respondents were asked to estimate the
likelihood of them being absent in the next month For each
of the reasan in questions 48 through 46.)

EXTREMELY LIKELY
VERY LIKELY
SOMEWHAT LIKELY
SOMEWHAT UNLIKELY
VERY UNLIKELY
EXTREMELY UNLIKELY

w0
LI I B B R |

49. (ROFF1) I get too sick to come to work.

S0. (ROFF2) I must stay home to care for a member of my
Family.

S1. (ROFF3) I want to take part in an activity with my
Family or friends.

sSe. (ROFF4) I need to attend classes or work on school
work.

53. (ROFFS) I want to participate in a community or church
activity.

70




R T R R T R T N R R o g T T T L ey I At A u "B be - e~ Sate A S Aac i - 4 e B e - M A 00e e Sl - J!V""

S4. (ROFFB) I need to take care of some personnel
business.

SS. (ROFF7) 1 want to take part in sports, recreation or a
hobby .

S6. (ROFFB8) [ want to get away from my job for a while.

R NT TIME QFF

57. (LOFFR) The last time you took a day or more off from
work, which of the following statements best describes the
reason for you taking the time off”?

1. I was sick.

2. I was caring for a family member or dealing with a
family problem.

3. 1 was involved with an activity with family or

friends.
4. I was attending classes or working on school work.
S. I was participating in a community or church
activity.

i 6. I had to take care of some personal business.
o 7. 1 was involved with sports, recreation, or a
b hobhy .

- 8. I wanted to get away from my Jjob for a while.

h 58. (LOFFA) The last time you took a day or more off from
N work, the absence was accounted for as:

P.':\

e 1. Regular or annual leave

N 2. Emergency leave

- 3. Medical or sick leavs

4. Leave of absence

. S. Pass or "Free” time off given by supervisor

T 6. AWOL or unexcused absence

-

>

i ABSENCE DATA

:ﬁf Medical Leav

B

.t 53. (SICKT) 1've taken sick or medical leave TIMES

since 1 January 1985S. (For example, a single absence for S
work days in a row would count 1 time.)

80. (SICKDO) I’ve been on sick or medical leave for

WORK DAYS since 1 January 188S. (For example, a 2 absences
for S work days each would count for 10 days)
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61. (REGT) I've taken annual or re .lar leave —
TIMES since 1 January 1985. (For e ample, a 5 day vacation
would count as 1 time)

62. (REGD) I've been on annual or 2gular leave for
_ WORK DAYS since 1 January 1 35.

. v Absen Em n eave

}{j 63. (EMERT) ['ve taken a leave of 23sence or emergency
=5 leave TIMES since 1 January 198S.

SN 6. (EMERD) I’'ve been on leaves of ahsance or emergency
A leave for WORK DAYS since 1 January 1986S.

)

Nonchargable Days OfFF

‘\y. 6S. (NONCHT) At times supervisors ive their people days
SN of f without making them take leave. [’ve bsen given days
;q} of f without being charged leave = TIMES since 1

> January 198S.

:3} 66. (NONCHD) I’ve been given _ WORK DAYS off without
T being charged leave since 1 January 18985.

) nexcus Absen AWOL

b 67. C(AWOLT) I've been absent from ork without approval
e o TIMES since 1 January 1985.

= 68. C(AWOLDY I've been absent from oark without approval
for § _ WORK DAYS since 1 Janua 3 1398S.
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Appendix B: Multjiple Regressign

* S e

4 This appendix is a detailed reproduction of the data
3 from the regression on the final model referenced in

( chapter 4.
DEPENDENT VARIABLE.. TOFFT TOTAL NUMBER OF TIMES OFF

: VARIABLE(S) ENTERED ON STEP NUMBER 1.. AlE ABSENCE INDUCING EVENTS CONSTRUCT

¥ 2., HOME FAMILY AND FRIENDS ATTACHMENT CONSTRUCT
3., cc COMMUNITY/CHURCH ATTACHMENT CONSTRUCT
4., civ NILITARY/CIVILIAN DUNMY VARIABLE
3. ORGAC ORGANIZATIONAL COMNITTNENT CONSTRUCT
6., CL! CENTRAL LIFE INTEREST CONSTRUCT

; T.. JSATC J0B SATISFACTION CONSTRUCT

MULTIPLE R 0.4829% ANALYSIS OF VARIANCE

R SGUARE 0.23323 DF SUM OF SQUARES NEAN SQUARE ]
ADJUSTED R SQUARE  0.18573 REGRESSION 1 197, 20670 (28.17239 j
STANDARD ERROR 2,39529 RESIDUAL 13 648,33049 3.73744 |

F= 4.91027 SIGNIF F = 0.0001

VARIABLES IN THE EQUATION

VARIABLE B SE B BETA T SI6T
e ALE 0.7022¢  0.27673  0.22638 2,538 0.0125
" HONE -0.42653  0.18669 -0.21025  ~-2,285 0.0242
cc -0.01220  0.17903  -0.00598  -0,048 0,9458
) v 1.29811  0.47368  0.22894 2,456 0.0091
- ORGAC -0.33065  0.29016 -0.13237  ~-1.140 0,2549
CLl 0.60993  0.19005  0.31839 3,209 0.0017
JSATC 0.40858  0.3%648  0.12857 1,144 0.2542
(CONSTANT)  -1,09291  1,85197 -0.590 0.5563
4
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I

e
[ RESIDUALS STATISTICS:

::::-C:

", ."\-

" MIN MAX MEAN STD DEV N
N
S

~ *PRED 0.3178 6.3722 3.2645 1.2818 121
oy *ZPRED -2.29686 2.4243 0.0000 1.0000 121
AN *SEPRED 0.3319 0.5223 0.6008 0.1363 121
.3§j *ADJPRED 0.3381 6.7189 3.2738 1.3060 121
b *MAHAL 1.3117 16.800S5 6.9421 3.5718 121
5 *COOK D 0.0000 0.0608 0.0088 0.0132 121
.-_:,:_

o *RESID -4, 2064 7.0833 0.0000 2.3244 121
e #2RESID -1.7561 2.9572 0.0000 0.3704¢ 121
L&

s »SRESID -1.8676 3.0343 -0.0019 1.0035 121
o *DRESID -4 .7574 7.4577 -0.0093 2.4868 121
S
o8 *SDRESID -1.8687 3.1520 0.0008 1.0142 121
o TOTAL CASES - 121
)

*%;{ DURBIN-WATSON TEST = 1.56634




&
’."
? :
i L%
=
3}; 0 0.13 0our HISTOGRAM
Iy 1 0.07 3.00 * STANDARDIZED RESIDUAL
4 o 0.10 2.87
a C 0.14 2.75
el 2 0.13 2.62 *=» ¢ » = 1 CASES)
[ 0 0.27 2.50
=3 O 0.36 2.37 ¢ . : = NORMAL CURVE)
T 0O 0.48 2.25
' . 1 0.83 2.12
LA 2 0.82 2.00 =
ey 2 1.04 1.87 =
ﬁ: 0 1.31 1.75
5 o 1.61 1.B62
o 1 1.86 1.50 =
1 2.35 1.37 =
a2 2 2.76 1.25 %%
T 1 3.21 1.12 =
Ah! E 3.66 1.00 #»» »=»
(- 3 4.11 0.87 w»=
o S 4.55 0.75 weww
\ B 4.96 0.62 w»»» =
- 7 5_38 0.50 L2 X 2 2N L J
g C S5.62 0.37
‘. 4 5.8% 0.25 wweww
- B 5.88 0.12 #wwe»
b 10 6.03 0.80 #ssss ssx»
5 5.98 -0.12 #wenw
ro 10 s.el-t —O.Es L 2 2 X 2 B X 2 2 J
he S S5.62 -0.37 »»sws
o 2 5.32 -0.50 *+*
N B .96 -0.6C #»s» »
3 g 4.55 -0.75 wess ssse
) 3 4.11 -0.87 w==
. B 3.66 —1.00 »== ==
o S 3.21 ~1.12 == ==
~ 3 2.76 ~1.85 *»
o 1 2.35 -1.37 »
A 1 1.96 -1.50 *
g 2 1.61 -1.62 *
o 3 1.31 -1.75 =
s 0O 1.0 -1.87
- C 0.82 -2.00
" 0 0.63 -2.12
X 0O 0.48 -2.285
tay 0 0.36 -2.37
s 0 0.27 -2.50
W) 0 0.19 -2.62
e 0 0.1% -2.75
e 0 0.10 -2.87
3 0O 0.07 -3.00
P 0 0.13 0Our
3
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=, NORMAL PROBABILITY (P-P) PLOT - STANDARDIZED RESIDUAL

n 1,00 + ' ' ' '
) [ . 2 g b h d
25 1 Al
? I c8l
-1 I 13 |
I 3L 1 ,
e l 3. I
<. I ' I
o ! 13 1
£ 1 8. !
I 1. 1
5+ 8. +
R [ 1. I
- I 8. 1
1 18 I
1 S 1
I L . l
. I T 1
; 0 1 S I
B I ", I
§ 1 t . 1
£ .50+ ", +
R 1 " . I
v 1 ' . I
E 1 :. 1
- D 1 s I
- ! ' I
Ny 1 111 1
I 18, !
J ! ", !
o 1 ", I
,‘:J 25+ . +
Ly I : I
. I 1 I
-7 ) 13 I
- 1 . I
- 1 48 I
e l . I
Y I I
o I . 1
S 1.8 [ .
+51 + 4 + + EXPECTED
.25 .5 .75 1.0
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